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[bookmark: _Toc114133903]ABSTRACT
Human Resource Management (HRM) in the retail industry is the focus of this study, along with the role that HRM plays in fostering an innovative culture within an organization, the impact of transitions on HRM, and the necessity of re-engineering HRM systems. The primary purpose of this study is to examine the interplay between human resource management (HRM) systems and creative capacities by drawing HRM and innovation closer together than they already are.
Businesses in the retail sector were chosen for this case study because of the wide variety of strategies and organizational contexts in which human resource management can foster or stifle creative thinking. Workers, managers, and human resources (HR) professionals from retail companies were interviewed to compile the empirical data. Theories examining the dual role of HRM as both sustaining and destabilization, as well as the componential theory of creativity, were used to examine and demonstrate how Human resource management practices foster and constrain creativity in the innovation setting. Three Management practices were found to either foster or stifle creativity and, by extension, innovation: organizing, staffing, and motivating.
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[bookmark: _Toc114133904]CHAPTER 1: INTRODUCTION
Many businesses face a continually intensifying worldwide rivalry that requires them to reinvent themselves and their products regularly. Firms depend on their adaptability and capacity to adjust to the environment and create and release novel items to the marketplace to attain a competitive place and survive. Businesses' creativity becomes a crucial asset in this framework, relating to their ability to develop fresh and beneficial concepts and suggestions that can be executed to tackle a significant and original challenge. Regarding innovation, creativity is anything valuable, unusual, or trend. This process includes putting ideas into goods, procedures, or methods to benefit the business, the operations team, or the person. Both drastic and subtle advances fall under this category (Tehseen et al., 2020). 
The former refers to significant modifications or something entirely new, while the latter refers to minor adjustments or upgrades to current goods, services, or practices. Management procedures can increase the chance of innovation, but the people who work for the company are credited with coming up with innovative concepts. Concept development, idea proposal, and idea implementation are all made by individuals. Thus, it is asserted that creativity is the foundation of innovation (Leiet al., 2021).
Human resource management (HRM) plays a critical role in fostering innovation processes in businesses by influencing creativity and information exchange. Unfortunately, it can be challenging to oversee this function. They must deal with the fact that workable solutions to novel problems do not simply appear, and they must acknowledge that expertise or knowledge is another factor contributing to problem-solving skills, meaning that creating something innovative necessitates more than just the understanding already in existence. Developing new insight or conceptual frameworks is their capacity to mix and restructure data and knowledge. This capacity also plays a role in the development of innovative problem-solving strategies. Then, HRM must consider the inherent incentives that frequently drive creative people (Renkema et al., 2021).
In other words, HRM practices become essential to how firms impact and develop people's attitudes, behaviors, and abilities, making them critical to whether businesses produce innovations that support their objectives. However, HRM plays two roles in enterprises. Human resource management (HRM) is concerned with the underlying organizational structure of the workplace as well as procedures and policies for organizing and managing work (Singh et al., 2021). On the other hand, HRM also involves processes for informing, consulting, and negotiating with both groups and individuals. HRM also covers policies and methods for employing and managing individuals, including team management methods and personal management activities like hiring, empowering, establishing, and keeping staff.
[bookmark: _Toc114133905]Research Objectives 
I. To determine the influence of innovation on HRM. 
II. To estimate the influence of HRM practices on innovation focuses.
III. To examine the perception of an innovation's influence on employees' innovative work behaviour.
[bookmark: _Toc114133906]Research Questions
I. What role does human resource management play in strategies aimed at encouraging creativity in innovation processes? 
II. How can human resource management foster and inhibit creativity in innovation processes?
III. To what extent does the perception of an innovation influence employees' innovative work behaviour?
[bookmark: _Toc114133907]CHAPTER 2: LITERATURE REVIEW 
There are numerous definitions of innovation that can be proposed. Although most experts concur on a few crucial elements of the creative process, no one has yet developed a universal definition of innovation. Extraordinary inventions abound in M&S retail locations, but innovation can also manifest in the shape of practices, initiatives, and imaginative behavior.
Innovation is influenced by various factors, including worker expectations, shifts in competitive fields, technological breakthroughs, and the growing international technologies market. New areas are opened up, and innovative ideas and goals increase competition. Modern organizations' creative operations encompass a variety of purposes, including boosting profits, growing markets, gaining market share, and enhancing competitiveness. Modern businesses are relying more and more on innovation to fuel their expansion.
To survive in the labor market today, businesses must constantly develop innovative and novel ways to do tasks. A company might be creative if its products, processes, or connections with its staff are original. Each group's strategy should start by analyzing the specific scenario and context to respond to changes. The optimum process for the business's growth prospects must be determined after carefully considering its operating history. A complete understanding of the internal and external environmental demands requires analyzing and identifying issue areas. 
Therefore, the third phase entails creating a specific plan for changing the assessments and methods chosen, and the fourth phase entails carrying out this plan. The original goal of human resource management was to support organizational innovation. Ensuring the organization had the right kind of employees who could be overseen appropriately was one of the trickiest aspects of personnel and strategy. Although neither of these first requests attempted to precisely identify the particular Human resource practices or techniques that may be most helpful in fostering innovative abilities, the conversation had nonetheless started. HRM innovation has been the main topic of HRM research in the past. High work practices are one instance of an endeavor in HRM that has been identified as a new strategy.
Additionally, HR has advanced with things like complete benefits programs. The literature related to HRM highlights the connections between HRM and a company's effectiveness. On the other hand, HRM specialists may not have fully appreciated the significance of their efforts in enhancing the firm's total capacity for innovation (Tehseen et al., 2020). The relationship between strategy formulation and creativity has not been explored in the literature on HRM, nor has HRM been seen as an essential component of innovation. However, a variety of potentially practical strategies for promoting innovation are indicated by the requirement to retain SHRM's suitability and adaptability (Leiet al., 2021).
The development of HRM and its projected future direction demonstrate that human resource management is now recognized as more than just a collection of policies and practices. It is commonly acknowledged that HRM systems, called HR architecture, significantly affect a company's capacity. "HR design" refers to the "systems and practices, competencies, and individual employee behaviors that compose the firm's strategic HR management and development structures." This strategy may be complex for HR departments trying to maintain operational consistency while maintaining fit and flexibility. Acknowledging the relevance of strategic fit will enable businesses that emphasize innovation to fully use HRM methods and procedures that promote their goal (Sardi et al., 2020).
The theoretical assumption in this literature is that HR practices and policies support organizational productivity by improving employees' motivation, engagement, and commitment if they form bundles or systems. Therefore this implies that the various HR policies and techniques that businesses can implement, such as those designed to recruit new staff, educate employees, and facilitate career routes, and so on, need to be given as a unified collection of instruments to meet the requirements outlined above. This implementation implies that utilizing just one mechanism to achieve a goal is less efficient than employing various techniques to achieve the same purpose. According to this line of reasoning, the performance of businesses that utilize methods with competing goals (such as combining group effort with individual compensation will be worse. 
This literature demonstrates, in addition, that for these policies and procedures to be productive, they should be intrinsically aligned, which means that they need to be compatible with one another, as well as aligned externally, which means that they need to adapt to the environment in which the organization operates (Easa & Orra, 2020). The explanation for why this is more effective is that people are competent, willing, and knowledgeable to accomplish their jobs if HR devices are aligned. When companies have consistent HR rules and practices systems, they can better indicate their objectives and goals to their workers, which in turn has a motivating influence on the individuals who work for such companies. As a result, the retail sector's overall human capital levels are improved and developed further. In addition, businesses that implement these advanced HR procedures and policies are defined by collaboration, decentralized decision-making, and systems that enable cooperation across different departments, amongst other things. It is important to emphasize that cutting-edge human resource management is a component of such increased work systems. It includes, in addition to the management of individuals, an emphasis on the quality of supported staff and the retail sector's general structure and strategy. It should be no surprise that cutting-edge HRM is essential to this overall approach. As was said before, one technique that is frequently seen in the research on innovative HRM is one that we have referred to as the radical innovation subtheme. This approach examines whether or not firms have specific HR policies and procedures. The research that may be found here concentrates on the procedures' specifics. This method of looking at creative human resource management is, in a sense, also a stable way to look at it, in the mind that firms implement specific strategies that can be described as innovative.
Studies under the second subtheme of this method are significantly more focused on modifications, renewal, and enhancement of existing organizational processes. As a result, there is a far greater emphasis placed on innovation that is gradual. In this regard, it may be strongly tied to traditional HRM themes. Researchers first establish HRM functions (such as selection, hiring, and training, amongst other things). Then they inquire whether businesses have made adjustments in the HRM functional domains that have been defined.
These technological advancements are undoubtedly the future wave and will always be a part of HRM. This advancement may be the way HRM will develop in the future. However, it is impossible to say in advance whether this is a revolutionary or incremental development. On the one hand, human resources (HR) policies and practices may stay the same while only the channels via which they are structured and the providers themselves change. Then it would be an example of gradual progress. However, the extent to which E-HRM is used and the number of features to which it provides access grow significantly if, for instance, they are connected to digital services that also operate as an external labour marketplace. It is up to the respondents to determine what constitutes a change; nevertheless, the standard method for addressing this issue is to inquire about (substantial) enhancements to the currently utilized instruments. The human resource management of these companies is said to be creative if there have been modifications and improvements made to the functions above, along with the HR guidelines and procedures accompanying them (Easa & Orra, 2020).
[bookmark: _Toc114133908]Changes in Retail.
Over the past century, retail formats have changed regularly, and merchants' product offerings and business practices have dramatically transformed. To understand the global scope of consumer wants, consider the impact of the retailing of apparel and accessories on the release of the Sony Walkman or the Apple iPod. Retailers have had to adapt and improve their methods to meet the demands of increasingly discerning and ravenous customers. Retailers have played a significant part in modern society for quite some time now due to the number of people they employ. There are more women than men working here. Therefore, novel approaches to H.R.M. are needed to help employees balance their personal and professional lives. Easa and Orra (2020) explain that "[t]he retail industry has had an image for not backing its workers and for having lower pay and overtime hours than other industries." The future of human resource management must develop a workable strategy that meets the needs of both employers and workers in terms of compensation, working conditions, and service levels. Changes in many European countries reflect the shifting priorities of recent college grads, for whom the retail industry has emerged as a modern and appealing job option. Still, retail isn't where most bright young minds choose to start their careers, and that must shift. The retail sector is experiencing fast transformation due to external causes such as economic, cultural, political, social, and demographic shifts (Awwad et al., 2022). The H.R. and management teams in retail establishments must be aware of these shifts. We'll talk about some external conditions that can affect a situation.
[bookmark: _Toc114133909]New Forms of Trading
New trading arrangements have proved a lifeline for firms in gaining and maintaining a competitive edge. There is a steady emergence of new extreme trading formats. The growth for more aggressive pricing, like that practiced by retail stores, off-price retailers, and big complex chains, has coexisted with higher value-added goods, including fashion brands. More and more people are making the transfer from mom-and-pop shops to supermarkets, and a growing number of people are doing their shopping online or on their televisions. New types of e-commerce have been wildly successful in both Western Europe and the United States, and the Internet usage landscape in Asia and Eastern Europe is also shifting rapidly, as has been widely reported in international media. As a result of these exchange mechanisms, a plethora of brand-new occupations, fields of work, and job roles are rapidly emerging. 
Human resource management will succeed if it learns to adapt to the shifting demands of the retail industry. One of the fundamental requirements is sharing information: The METRO Group, a U.S.A retail conglomerate, is, for example, implementing software that will facilitate the structured transfer of all relevant knowledge and skills to Metro locations around the world, facilitating collaboration and facilitating knowledge sharing (Awwad et al., 2022). The success of a store depends on its ability to aggregate and codify the expertise of its many employees, retail locations, and international markets. Making sure the relevant information is accessible at the right time and place will be a significant challenge for retail firm management, especially human resource management.
[bookmark: _Toc114133910]Consumer Behavior
The development of novel trading formats and the evolution of consumers' requirements go hand in hand. Over the past few decades, a new way of life and different consumer buying patterns have emerged due to the growing acceptability of women in the workforce. Today's shoppers are savvier than their forebears, more aware of their essential role in the marketplace, and more assured in their abilities. In addition, as global retailers have discovered, there is a pressing requirement for large retailers to adopt "local" practices to meet certain regions' needs and purchasing preferences, particularly in the food industry.
[bookmark: _Toc114133911]Technology
Think back twenty to thirty years to the state of retail: no electronic point-of-sale (EPOS) systems, only electro-mechanical registers, manual accounting, auditing, and comptroller systems, with the addition of a "Kimball tag" system for stock control. Some modern shops in the 1960s and 1970s saw self-service as a distant possibility; thirty years ago, there weren't many supermarkets (Awwad et al., 2022). In the late 1970s, companies felt the effects of expanding technological advances as they responded to new opportunities made possible by IT-supported work methods. In the early 1980s, automation of business processes like management, distribution, payroll, accounting, and, most notably, product management began. Large amounts of money were invested in I.T. so that E.D.I., scanning, and barcoding could be used to reduce overhead and improve precision. As these operations were automated, many businesses were forced to shrink and refocus their efforts on serving customers and practising professional managing their supply chains (Boon et al., 2019).
[bookmark: _Toc114133912]Structural Trends and Competition
Increasing market concentration may be seen in Europe and the United States retail sectors. This market concentration is due to shareholder demands for more efficient business practices, supplier consolidation, and technological advancements. In the future, merchants will need to make quick and fluid judgments about purchasing and selling products on a global scale. Therefore, individuals must develop their abilities to compete effectively in domestic and international markets. Many European countries require H.R. departments to collaborate with works councils, significantly swaying businesses' management mindset. Human resource management is responsible for creating and maintaining workplace circumstances that are competency-based and equitable for all employees. The 2005 political discussion in the U.S.A over the impacts of capitalism demonstrates the need for firms to behave and engage based on consistent and balanced logic (Boon et al., 2019). Human resource management relies on executives being aware of societal trends, cultural shifts, and individual habits. Many businesses have reduced their workforces and shifted to more automated procedures to remain competitive in today's global marketplace. 
Further, forward-thinking stores have diversified their products by investing extensively in new product lines, trade formats, joint partnerships, and brand development and promotion. Simply building more stores in more locations or laying off more workers will not be enough to keep up with the demands of the modern retail market. A global appeal in the future requires a well-defined strategy, dependable procedures backed by information technology, and the appropriate allocation of management and financial resources.
[bookmark: _Toc114133913]Globalization of Sourcing
With the signing of trade agreements and the awarding of "favored nation" status to countries like the People's Republic of China, importing goods abroad has gained traction. Since the growing Asian "tigers" and cheaper Eastern European producers began to dominate the supply of products, especially nonfood goods, to the industrialized nations, the significance of manufacturing has declined drastically in most Western countries. As a result of the lowering of logistical costs brought about by new technology, marketing has become one of the leading destinations of better margins in the West (Awwad et al., 2022). Due to the increased internationalization of sourcing, it is essential to train employees at the corporate headquarters in specific methods that will help them become familiar with foreign procedures, markets, and rivals. Additionally, domestic retail enterprises everywhere must monitor developments in international retail. A country's cultural norms, religious beliefs, and legal frameworks must all be considered when a business expands into a new global market.
[bookmark: _Toc114133914]Changing Role of H.R. Departments
Human resources departments have been at the forefront of organizational change in retailing. Human resource departments have undergone a series of name changes, from payroll to employee management to people to human resource management. Human resource management is no longer seen as only a means to an end for many businesses; it is a crucial factor in ensuring the company's continued viability and growth. The expertise of human resource management professionals will always be in demand in fields including hiring, orientation, staff development, employee motivation, strategic planning, and growth planning (Boudlaie et al., 2020). 
Workers in various industries must be flexible and responsive to new demands. The international H.R.M. expert must have a global perspective while also meeting the needs of individual communities. This concept originates from the work of sociologist Geert Hofstede. He flipped the famous motto "Think globally, act locally" on its head, replacing it with "Act globally, think locally." Expertise in interpreting local regulations and working procedures is a crucial responsibility of the international H.R.M. specialist, who must then provide actionable advice for the global retailer to implement.
[bookmark: _Toc114133915]Building the Future – H.R.M. Challenges for Retailers
Working in retail requires adaptability, as you must respond to global demands. Below, we discuss global difficulties in retail H.R.M. and how they relate to specific national and regional norms and policies. As was previously mentioned, major retailers have decided to invest internationally to secure more excellent opportunities for long-term growth. International expansion has been recognized as a significant growth opportunity by several retailers. About 44% of the METRO Group's workforce was outside the U.S.A in 2004. Other companies seeking worldwide expansion include the American retail behemoth Wal-Mart, the French supermarket Carrefour, and the British supermarket Tesco. There are now questions that need to be answered across the board. Successfully adapting a domestic business model to the global market requires thoughtful consideration of these issues. 
The human resources strategy continues the company's overarching business strategy. Managers need to rely on the H.R. department's leaders to provide them with strategic and tactical learn how to solve, such as H.R. ideas and staffing strategies, because they have an in-depth understanding of the company's needs. Both Wal-Mart and Marks & Spencer's first attempts to expand into the U.S.A were doomed to failure due to a failure to grasp the intricacies of the U.S.A retail culture and an overestimation of the price elasticity of U.S.A consumers. Carrefour also withdrew strategically from its attempts into the British market. Dawson said it best in 1989: "Retail is a reflex to culture"; H.R.M. is therefore essential in supporting business management in becoming culturally attuned. Human resources managers who engage with local staff could have predicted, for instance, that customers in the United Kingdom would resist using self-scanners given by some businesses to minimize lineups at checkout (Boudlaie et al., 2020).
Key strategic responsibilities of H.R.M. for a global retailer include:
• Helping the retailer's senior managers, who put in more than 60 hours a week navigating a dizzying variety of challenging issues in a fiercely highly competitive market. Deal with the strain of constant upheaval, intense rivalry, rising costs, a lack of organizational tools, and the pressure to act swiftly and decisively.
• Keeping up with rapidly evolving technology and mastering its optimal use to strike a balance between enhancing productivity and expanding service offerings. Human Resources must determine the following. Can the store's clientele and employees handle the amount of technology currently available?
• Handling demographics, such as Western Europe's ageing population, while regions like Asia and the Middle East have a disproportionately large number of young, unskilled labour. Strategically, this presents one of the most significant challenges for human resources professionals, who must recruit and build talented staff and provide training for all age groups. Guarantee a balanced age structure, and construct an environment where workers of all ages can buy into the mission and produce satisfactory results.
• Recruiting and training employees from other cultures: Every society has its norms and priorities, some of which are more overt than others. Human resources must ensure that those nominated for local management positions are familiar with corporate policy and sensitive to local culture, in addition to providing advice and expert preparation. Put another way, having a standard dialect, and intercultural awareness are both necessary in international contexts (Boudlaie et al., 2020).
• Identifying and maintaining highly qualified, highly driven persons ready for international management appointments. Human resource management's responsibility includes formulating an integral part of the project strategy that accommodates the unique challenges expatriates face and helps them successfully relocate their families. Human resource management operations comprise, but are not partial to, the resulting activities necessary to ensure that the organization's workforce can meet customers' needs locally and globally.
• Transforming and reorganizing the workforce to increase expertise through education and training: The need to teach retail workers has increased due to innovations such as automatic stock replenishment, new methods of performing transactions, and adjusting how products are displayed. Employees in high-volume, low-margin businesses need to learn to serve customers who are more litigious than ever before without sacrificing productivity. High staff efficiency and excellent customer service are two goals that might sometimes seem at odds with one another.
• Human resources are becoming more important than financial capital to most businesses. So H.R. managers must find ways to measure the value of their employees and the money they've put into their training and development.
• Human resource management (H.R.M.) must evolve, shifting from a "people" department to its new position as a strategic collaborator and laying the fundamental structural groundwork that will allow businesses to organize and maximize the return on their investment in the human resource department. Some of the latest developments in H.R. that require constant attention are those we'll cover in the following paragraphs. We distinguish between H.R. issues and prevailing circumstances. While H.R.M. can actively shape H.R.'s difficulties, general conditions are merely the constraints under which H.R.M. must function. This circumstance is not an all-inclusive list but addresses several pressing concerns.
[bookmark: _Toc114133916]Present Problems in Human Resources
Business Plan. Human resource management must tailor its approach to the business's long-term goals. Generally, companies with effective human capital management generate far more profit for their shareholders than their competitors. Human capital is crucial in any business situation, but its importance is highlighted in a merger. More than factors like finances, information technology, or production, the skills of the employees and management will determine the success of a union. Therefore, according to (Cho et al., 2020), it is crucial for carefully thought-out processes and highly effective H.R. activities to be in sync with the company's core operations. To be effective, an H.R. strategy must "comprehensively" handle all of the many personnel and H.R. operations critical to the company's growth throughout time. Human resource management departments are tasked with developing and drafting comprehensive business plans covering everything from the here-and-now to the far-off future regarding strategy, framework, and action. These should reflect the goals and ideals shared by all group members.
• Value Creation Administration Consequently, H.R.M. must answer the crucial question of how its efforts contribute to the business's bottom line. A business's success rests less on its leaders' ability to foresee the forthcoming and more on the actions of those in leadership positions to foster an environment conducive to the growth of the company's core principles. To succeed, an organization needs people who are invested in its mission and ideas (Sabuhari et al., 2020). Human resource management must facilitate this by annually developing and refining concepts and assessment methods. The H.R.M. concept needs to take into account the following employee behaviours:
· Sincerity and trustworthiness in oneself.
· An Independent Spirit with a Can-Do Attitude
· Capacity to Explain the Worth and Advantages.
· It takes pride in one's work and the company to inspire others to join and support it and its goals.
· Training and Development; Guiding and Guiding; Mentoring and Developing People.
Management of Alteration Change is being pushed along by globalization, technological advancements, and a more educated and informed labour force. Ulrich has argued that the definition of a company's success should shift from one based on cost-cutting to one based on profitable expansion. Managers need the initiative to make changes and the ability to support those improvements with company-wide efforts to maintain success. Managers should have the ability to give their employees more responsibility. Cho et al. (2019) state that it is only through efficiency and ability that staff will play a part in the shifting needs of a company since they will then be doing things since they comprehend them. And for the right reasons, thinking and expressing the variations and their potential consequences, and above all, feeling at ease with implementing changes. 
The practice of change management acknowledges the manager's responsibility for introspection regarding the management of change, the assessment of difficulties, and the flexibility to implement changes in a planned or impromptu fashion. Human resource management should consider the dangers inherent in bringing about organizational transformation. 
Induction and Maintenance. Finding and choosing new employees is one of the most critical tasks performed by human resources. Nonetheless, the retail sector often has trouble luring highly educated individuals. But the tide seems to be turning in the right direction. For the retail industry to be competitive in the war for people, human resource management must demonstrate the industry's appeal and guarantee that rewarding professions and relevant education opportunities are available. Retailers have hired more and more senior citizens as part of a broader effort to expand workforce participation and eliminate barriers to entry. There should also be more support for people who work part-time. Recognizing the value of a diverse workforce is a strength, given that it is supported by regular training and accuracy. The ability to realize one's impact on others is a crucial skill; hence many organizations provide courses on it, typically under the term "Increasing Self-awareness." The next stage is "retention," which aims to retain productive workers on the payroll. Meaningful work, competitive pay, a positive work environment, and encouraging leadership play a role, but so do clear, attainable career routes and management to help you along the way (Cho et al., 2019).
Work and Maintain Proficiency. Retailers, who employ many people, face a complicated situation in this regard. The surrounding environment is constantly shifting; thus, employees must undergo retraining to keep up. The key is having the right mentality, workplace, and approach to taking charge of one's life. The following demands, among others, will define the future:
The need to deal with rising complexity. The importance of "Life-Long Learning," or the development of one's intellectual capacity to keep up with the rapid pace at which the world, its institutions, and its technologies are evolving. The importance of maintaining an optimistic outlook in the face of changing circumstances: Managers, for their part, need to develop the habit of lifelong learning. The younger generations place a premium on this. The process may have as its end goal the completion of a graduate degree program, such as an M.B.A., a diploma in marketing, human resource management, or participation in workshops or seminars on soft critical skills. Currently, master's degree programs focus on work-based learning, where students complete projects that pertain directly to the learning environment of their employment. You can get graduate credit for analyzing real-world job issues when studying for a Master of Arts or Master of Science degree (Sabuhari et al., 2020). Classroom instruction that promotes openness to novel forms, ideas, and tools is essential.
While the organization will provide some assistance, it will be up to the managers to "lead" their development and the learning of their staff during rapid transformation. This may involve virtual meetings or E-learning/blended learning approaches to education (Rasool et al., 2019). Human resources should talk to supervisors about how to make the most of new techniques. New challenges and improve existing ones. Many managers cannot see beyond their world perceptions, becoming mired in a cycle of success or failure. Managers must avoid putting their companies in a "psychological cage" by simply considering one retail aspect when making decisions.
Prevailing general conditions. The Management of Corporations. Recent events like Enron and the struggles of retailers like Sainsbury imply that these companies' governance was deeply flawed for allowing C.E.O.s to amass enormous amounts of power (C.E.O.s). The independent directors have failed in their responsibility to prevent the C.E.O.s from engaging in hazardous strategies. Tacit consent appears to have been involved in the growth, absolute power, rising costs, and distortion of facts and numbers that went unchecked, likely with the intention of presenting shareholders with a picture that was more favourable than the reality (Hamadamin & Atan, 2019). Human resources directors will likely become increasingly involved in thoroughly investigating candidates' ethics, and eligibility for high positions as the backlash's effects are always hard to foresee. The board's decision-making process may slow down, but that may be a small price for a more personally accountable environment that looks out for everyone's interests. H.R. is responsible for boosting morale across the board, keeping tabs on the "political" climate at work, and taking necessary action to ensure the company's continued success. Human resource management may and should spread awareness of and adherence to national and international standards. 
The Tech/I.T. Support System. Management must determine whether to adopt a comprehensive system with all subsidiaries aligned with the leading firm in some new and expanding areas. Locking a remote office into a global I.T. infrastructure designed for operational processes in Western countries with much greater labour costs can be extremely expensive (Sabuhari et al., 2020). When is the right time to invest in popular platforms and I.T. structures that retail chains use globally? The widespread adoption of RFID technology will likely cause profound structural shifts in the retail industry in the years ahead. Because the METRO Group has shared its findings with industry, suppliers, I.T. and logistics providers, and customers, the success of their "Future Store" in Rheinberg as a closely controlled experiment has significantly impacted the use of new technology in "real business."
[bookmark: _Toc114133917]HR management and innovation
Previous research on human resource management and innovations will be detailed below by summarizing the various HRM practices evaluated and their influence on innovations. Previous studies have shown that human resource management strategies are the primary means businesses alter employees' beliefs, values, and actions to improve their productivity on the job. Human resource management approaches that foster an environment where employees feel encouraged to think beyond the box might be helpful for businesses that want to innovate (Hamadamin & Atan, 2019). Multiple studies have found that organizations benefit best from a system of interconnected HRM practices instead of a collection of unrelated HRM procedures.
Diverse research has looked into the influence of personnel on innovation. It is stated that recruitment is an essential practice for influencing innovation since it encompasses institutional methods to entice, recruit, and hold personnel with attributes that encourage innovations. And according to Hamadamin and Atan (2019), when companies hire people with the right mindset and set of abilities for the job, they are better equipped to draw from a wide range of sources of knowledge and, in turn, foster creativity. Both technical and administrative innovation significantly correlate with employee creativity, suggesting that the recruitment and selection process should prioritize these factors. Organizational innovation refers to new ways of organizing a business and making decisions, whereas technological innovation encompasses new methods of making and delivering goods and services.
On the other hand, Lee et al. (2019) did not discover any backing for personnel recruiting or innovation. It has been stated that giving employment security is vital for recruiting and keeping employees with the proper attributes for innovations. In addition, Lee et al. (2019) find that stand-by contracts correlate negatively with incremental and radical product improvements. Various post-employment studies have discovered that the job structure influences creative thinking. The incentive to be creative, to make contributions to innovations, and to produce more product innovations was found to be affected by a job design that emphasizes empowerment. Workplace practices such as job-hopping and a more relaxed approach to scheduling were also connected with increased technical innovation, though only for revolutionary developments and not for more minor, incremental improvements. 
Research has shown mixed findings on how staff training affects the creative output. Lee et al. (2019) conducted a quantitative analysis of Chinese high-tech enterprises, focusing on the role of creativity as a mediator between training and executive and technological breakthroughs. However, (Papa et al., 2018) conducted a quantitative assessment of Chinese high-tech enterprises and showed that training benefited technical innovation. Furthermore, Papa et al. (2018) discovered that education was the only investigated HRM practice that impacted product, process, and administration innovations directly and indirectly. This research surveyed the association between training and innovation and concluded that performance management was meditating. According to Hamadamin and Atan (2019), exercise can help employees learn new information, get fresh perspectives, and hone their creative faculties. In addition, Beugelsdijk (2008) discovered that instruction was critical in assisting workers in developing incremental rather than radical improvements. 
Studies of how evaluation and reward structures influence new product development have yielded mixed findings. For instance, Davidescu et al. (2020) discovered that performance assessment had an indirect and direct effect on organizational improvements, but not on innovative products or innovation strategies, through the mediation of knowledge management. Usai et al. (2018) investigated the link between routine evaluation and administrative and technological innovation via the lens of inventiveness as a mediator. Still, they did not find a significant correlation between the two. Since performance evaluations are typically utilized for determining a worker's salary, the authors suggest that they have the potential to undermine workers' intrinsic motivation. Davidescu et al. (2020) researched the different types of assessments and found that system appraisal and control are preferable to results from examination due to their excellent relationship with technological innovation. A negative correlation was also established between result assessment, management, and technical advancement. 
It has been stated that the link between performance-based remuneration and new ideas is convoluted and associated with risk. The potential upside of performance-based pay is that it may inspire and reward originality and the pursuit of betterment. However, introducing these financial rewards may also negatively affect employees' propensity to pitch in on solutions to situations in which they are not intimately implicated (Ren & Jackson, 2020). In addition, most new ideas need to be tackled in groups. It is suggested that information sharing and new ideas require a sense of community, which introducing individual incentives could undermine. The creation of incremental innovations, but not radical ones, has also been proven to be affected by performance-based remuneration. The impact of innovation on material and immaterial incentives has been investigated by other scholars, who draw a clear line between the two. Davidescu et al.(2020) state that financial incentives harm technical innovation. Still, immaterial incentives like workplace autonomy and opportunities for personal development have a favourable effect. On the other hand, Papa et al. (2018)discovered that monetary incentives positively correlated with organizational and technological innovation, as they influenced both workers' abilities and drove them to be innovative.
Human resource management emphasizes innovation, collaboration, and the free exchange of information. There is widespread agreement that original thought and the free discussion of knowledge are two of the most crucial factors in fostering an environment conducive to innovation. Bratton et al. (2021), for instance, state that the source of a company's innovative spirit is found in the minds of its workers. Therefore, this section will discuss the significance of open communication and creative problem-solving to HRM procedures and developing new ideas. 
There has been some study on the connection between human resource management activities and innovations, with the studies finding support for the mediational roles played by creativity, knowledge management, and knowledge sharing.
[bookmark: _Toc114133918]HRM and ingenuity
Human resource management (HRM) and creativity research thus far have mostly ignored organizational variables, emphasizing intrinsic characteristics such as motivation, knowledge, and abilities. Employees who feel empowered to make decisions and take the initiative are better able to meet the challenges of their jobs, according to research by Stankevičiūtė and Savanevičienė (2018) on intrinsic motivation. Job complexity, defined as "a high degree of freedom and skill variation," is often cited as a significant component in inspiring originality at the interpersonal level. Exploratory learning was also found to be affected by job autonomy and employee empowerment. Also, it was discovered that having access to resources like time, money, information, and space is crucial for the creative process to take place (Narayanan et al., 2019). However, researchers also found that limited means might spark originality. It is suggested that this is the case for many businesses in their early stages. Lacking material means individuals must rely on internal motivation, persistence, and innovation drives. 
Having the freedom to express one's individuality and creativity in one's work is seen as a significant draw for employees, and this serves as a source of intrinsic motivation. It was also shown that when workers thought their workplace was excellent, it sparked their imagination. Moreover, it was discovered that one of the most effective ways to foster a creative environment within an organization was for employees to demonstrate that group's unique, innovative character actively. It has been established that effective leadership significantly affects employee innovation. Managerial leadership styles are associated with a lower commitment, creativity, and invention, while a supportive supervisory manner that fosters improvement is claimed to be a pivotal antecedent to creativity. Furthermore, Bratton et al. (2021) discovered that creative output is boosted by receiving feedback from superiors. Although employment security is favorably correlated with inventions, studies have shown that more workplace flexibility hurts creativity.
[bookmark: _Toc114133919]Sharing of information 
Innovative ideas and products can only be created if workers have a solid foundation of knowledge in their respective fields. Thus, it is suggested that encouraging employees to talk to one another and share their ideas within the company is crucial for fostering innovation. For this reason, it is critical to promote a work atmosphere that encourages creativity and innovation, which includes a healthy dose of autonomy and challenges and transparent and honest communication between employees and their superiors. One of the most significant ways to encourage innovation is to expose workers to different points of view through training and collaborations, ideally in cross-functional groups (Edvardsson et al., 2018).
Management has made it a policy to encourage employees to share what they know and learn from one another through various formalized knowledge-sharing programs. However, most knowledge transfer occurs informally through informal groups and communications and other means such as activities, activities, and facilities that encourage information transfer but are not explicitly organized for that goal. Information sharing is valued highly, but a balance must be struck between the benefits of spreading information and the costs of giving up too much control within an organization.
To benefit from knowledge sharing, workers must be open to working with others. However, many companies struggle with a lack of information sharing since their staff doesn't feel motivated to do so. Innovation was positively correlated with human resource management techniques that emphasized sharing information and expertise. Several studies have found that the company's culture significantly affects the news spread. Expertise sharing is encouraged in organizations with a trusting culture because employees feel less threatened by the loss of control that they perceive to occur when they share their knowledge. It was also stated that knowledge sharing would benefit from having a team environment and a culture of cooperation. Knowledge sharing was related to an organizational culture that encouraged open lines of communication, networking sites, and collaboration across departments (Narayanan et al., 2019).
There are some discrepancies in the existing research regarding the relationship between recruiting and spreading information. When companies actively seek out new talent, it helps them gain access to fresh perspectives. However, it's possible that hiring from within can help foster a culture of learning within an organization. This aspect could also suggest stability and career chances for personnel, which might boost dedication and consequently promotes sharing of knowledge from the employee to the organization. Employment assurance is vital for sharing knowledge since it indicates stability, favourably influencing organisational productivity and facilitating learning.
The job design was discovered to influence the morale to exchange ideas. A job design that involves collaboration, self-sufficiency, and communication processes was favourably related. Knowledge-sharing behaviour was also improved with a fluid organizational structure with broadly defined tasks since this fosters experimentation (Stone et al., 2020).  Some prior research showed support for the beneficial function of training for knowledge exchange. By training, individuals' capacities and an attempting to learn culture could be built and maintained. Furthermore, staff talents could be transferred into structural routines.
It has been proposed that annual performance reviews can boost worker enthusiasm for information sharing. Previous studies have shown that financial incentives should be directly proportional to employees' performance and that they should also reward those who have made significant contributions to the development and dissemination of new knowledge. It is essential to emphasize the value of teamwork while encouraging exploration and education (Stone et al., 2020). Consequently, the authors believe that rewards should focus on individual achievement and group performance.
[bookmark: _Toc114133920]CHAPTER 3: THEORY
This section will provide a concise overview of the study's theoretical starting point, emphasising identifying the key concepts at work in the research. Subsequently, the drive of this study is to discover how Human Resource Management practices can foster and compel inventiveness in the innovation setting of a retail group, a theoretical resignation regarding creative expression and how a retail sector can support and introduce new features is needed to serve as tools for describing the observed findings. Subsequently, the circumstances for companies and HRM to foster innovation will be presented. Following this description of creativity's constituent parts, a rundown of the kinds of activities and routines proven to stimulate original thought will be provided.
[bookmark: _Toc114133921]The componential concept of institutional creativity and innovation
Creativity can be broken down into several distinct but interconnected processes, mental models, and routines. Thinking outside the box and developing novel solutions to problems requires a unique set of skills and a stimulating professional environment. Although this may be the case, it is nonetheless assumed under the componential concept of innovation that all humans have at least a moderate capacity for creative activity in some domains. Furthermore, the social environment at work can either encourage or discourage innovative behaviour in firms.  Organizational creativity refers to the effective use of creative ideas inside a company. Management must take the initiative and dedicate resources to innovation to flourish (Rees & Smith, 2021).
The componential theory of creativity identifies domain-relevant expertise, creativity-relevant abilities, and task motivation as the three primary ingredients for original thought and innovative problem-solving at the individual or group level. A vital tenet of the theory suggests that creative ideas are most likely to emerge when people can combine their unique set of talents with the pursuit of their most critical intrinsic interests (Cooke et al., 2020). The model predicts that creativity increases when each of its three components is optimized. See the diagram below for an example of this.
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As can be seen in the model, three parts make up creativity. The above image depicts the crucial role Expertise plays in the creative process. Thinking processes that lead to an answer to a problem or a completed activity are included. The memory for factual information, technical abilities in the knowledge base, a set of cognitive mechanisms, and exceptional talent in the work domain all make up the expertise aspect. The above image also depicts another part of creativity: the development of creative abilities. These abilities encompass ways of thinking that favour approaching problems from different angles and employing methods for forging uncharted mental territory. If a person cannot think creatively, they will not be able to create original work, regardless of how high their degree of competence may be (Ying et al., 2021). Personality traits also influence one's level of intelligence. However, creative abilities can be boosted by studying and applying methods that enhance mental agility and individuality. 
Third in the paradigm mentioned above is task motivation, the engine that propels original acts within a company. This is crucial since it relates to the "essential motivation value of inventiveness," which states that individuals are at their most inventive when driven only by their desire, enjoyment, and job content. Those naturally motivated to do an excellent job at their jobs are said to be intrinsically motivated (Cooke et al., 2020). When we talk about extrinsic motivation, we're talking about rewards, promotions, and meeting deadlines that aren't directly related to the task itself. While it is true that people often combine intrinsic and extrinsic motivation, it has been suggested that the former is more important for getting work done. However, there are complementarities between extrinsic and internal motivation; for example, external motivators can serve as either a barrier to or a springboard for innovation. 
Restrictions on how work can be completed or rewards interpreted as attempts to control behaviour will negatively impact an individual's sense of agency and, by extension, will never be paired with intrinsic motivation to produce optimal results. Instead, it would harm both interior inspiration and innovation. Insofar as they do not undermine an individual's feeling of agency, rewards, acknowledgment, and response that instead reinforce an individual's capacity and response that provides the person with knowledge about how to increase its ability are believed to have a beneficial impact as encouragement for inventiveness. It is thought that intrinsic motivation is strengthened rather than weakened by external factors such as aims that guide an individual to complete a task and benefits that allow them more leeway, time, or resources to work on intriguing ideas (Belizón & Kieran, 2022). 
What a person can do is determined by their knowledge and creative thinking skills, but whether or not they put their expertise and creative thinking skills to use in a creative performance is determined by their task motivation. High levels of intrinsic motivation can help compensate for lack of knowledge or problem-solving ability since they make it more possible that the individual will draw talents from other areas or put in a great deal of effort to acquire the essential skills.
[bookmark: _Toc114133922]CHAPTER 4: RESEARCH METHODOLOGY
[bookmark: _Toc114133923]Research design
In this case study, we gathered information from M&S Retail in Kilburn and Brent Cross M&S Retail. The study benefited from a mixed methodology consisting of semi-structured interviews and document analysis. In both situations, interviews were conducted after documents were gathered to provide context for the interviews and shed light on the nature and workings of the institutions.
Interviews with professionals, eight from each business, provided the empirical data. The respondents work for the companies in question and are based in the U.S.A or another country. When possible, we met with each interviewee in person. Many of the respondents lived in far-flung locations, making phone interviews the only viable option. We transcribed all of the interviews that we recorded. 
The literature in this area served as the basis for the organization of a thematic interview guide. The questions were semi-structured and were based on the questionnaire design. For this reason, semi-structured interviews are ideal, as their use of open-ended questions promotes in-depth, progressive responses from the research participants. There may be more questions to follow up on each inquiry. 
People in the roles of human resources (HR) generalists and scientists/engineers (M&S) were interviewed for the pilot study's two pilot interviews. No one in the study group is employed by any of the companies that were examined. I decided to interview people outside the organizations to ensure that the questions were flexible enough to be used with people in various positions and settings. Pilot interview questions with members of other organizations confirmed that the interview guide contained no stipulations based on the participant's familiarity with the organizations. According to the results of the test interview, the created interview guide effectively gathered the necessary information. Specific questions were either missing, poorly worded, or extra that may be added or clarified to help readers gain a more thorough grasp of the material. Therefore, adjustments were made to the interview guide to be more relevant.
The revised interview schedule was then used to conduct 16 interviews with HR specialists, line managers, and staff members at the two companies. Twenty interviews were scheduled, ten at each company. Due to time constraints, we could not collect data from four potential interviewees because they either didn't show up, declined to respond to multiple offers for an interview, or schedule a consultation later. There was a 45-90 minute time frame for each discussion. Participants were given a quick rundown of the study's rationale before they were asked to fill out the questionnaire. They couldn't have been prepared for the interviews if they'd been given the questions in advance.
In both cases, further, documentation was gathered to fill out our comprehension of HRM procedures and practices. Several ad hoc meetings with various specialists inside the organisations were also held along the study process to gain an overview and a detailed knowledge of these processes and procedures.
[bookmark: _Toc114133924]The Cases
Two cases from two distinct companies were the subject of our research and provided the necessary information. Participating organizations' HR departments played a role in selecting the responders. In this study, a random selection of participants is not required or desired. Instead, it is proposed that those circumstances when the process of interest in the study may be observed should be prioritized. Human resource management's (HRM) role in fostering or stifling innovation processes is examined, with each instance illustrating a unique approach to dealing with these issues. Due to their essential dissimilarity, the examples represent two polar types, making for an ideal and intriguing context for the research.
In both instances, the involved organizations are from different industries. Both firms compete worldwide and rely on technical innovation as a pioneering strategy for their continued success. The HR departments of both companies operate in the U.S.A and other parts of the world.
M&S Retail in Kilburn's management has made it clear that they want HRM to play a direct part in the innovation process by initiating and managing initiatives and an indirect role by shifting the company culture toward one that values innovation. Human resource management indirectly improves the circumstances for process innovation at Brent Cross M&S Retail through official Human Resource Management processes and by assisting and challenging executives in their position to do the same. M&S Retail in Kilburn believes that every employee must view themselves as a critical player to foster an environment conducive to creativity. M&S Retail in Kilburn's HRM initiatives is designed to reach workers across the organization, not only those in product growth but also those in sales, promotion, investment, etc. 
When it comes to improving innovations, however, Brent Cross M&S Retail has a delineated set of line managers and employees who work as research experts on innovations. Brent Cross M&S Retail's HR policy is silent on creation. Instead, it is said to be indirectly incorporated into the preexisting HRM procedures and events and the work performed by the Human Resource Corporate Associates.
As a result, the varying contexts of the cases made for an engaging study that added to the body of knowledge in this area. In each case, the selected employees' employment functions differently due to the varying strategies for assisting in innovations and creativity mechanisms, which seek to affect the entire business and all workers in general or to a specific section and detailed individuals. However, a comparable number of HR experts, managers, and workers were selected in both cases. Their previous titles will refer to some of the HR professionals who responded to this survey for clarity and to facilitate comparison. Respondents with equivalent job duties will share job titles.
Three human resources experts from M&S Retail in Kilburn were questioned. These professions had distinct roles. One is a corporate-level human resources director; we'll refer to them as HR professionals in the corporate setting. One respondent is a human resources manager, performing duties analogous to those of Brent Cross M&S Retail's business partners in HR. This individual will be known as a Human Resource Corporate Partner in the research. The third human resources expert is a manager in human resources for one of the manufacturing facilities and will be referred to throughout the study as an HR manager. 
Workers from technical support, sales, and product management departments answered the survey; all were involved in the innovation process but had additional responsibilities daily. Personnel is the term we'll use for these people who reply. We'll refer to one respondent who has dual roles as a line manager and operative in the M&S organization, as the line manager or employee. Lastly, we have a research and development unit line manager. Both responders spend their days developing innovations as part of their jobs in the research and development department. 
Three human resources members at Brent Cross M&S Retail were questioned. These professions had distinct roles. The position of human resources director at the corporate level shall hereafter be referred to as the HR professional corporate level to distinguish this individual from others in the field. The other two respondents are also HR professionals, but they assist different departments inside the company; for this research, we will refer to them as Business Partners in HR. Two managers and three staff members shared their daily experiences working on major and minor innovations. In this investigation, these participants will be referred to as either line managers or employees.
[bookmark: _Toc52531236][bookmark: _Toc114133925]CHAPTER 5: RESULTS, DATA ANALYSIS, AND DISCUSSION
[bookmark: _Toc114133926]Organizing processes
To start, we will concentrate on organizational activities, which include operations that control Human Resource Management and hence the settings for HRM contributing to innovation activities by encouraging and restraining inventiveness.
The strategy
An integral part of the innovation process is human resource management (HRM), and it was discovered that the strategy for HRM's contribution to innovation is formed by influencing the HRM's focal point and the individuals who are engaging in these Human resource activities. Both organizations make innovation a central tenet of their business strategies to establish themselves as market leaders in their respective fields. However, businesses vary significantly in their HRM strategy for innovation processes, which affects the HRM department's priorities regarding activities that affect innovations within the company.
M&S Retail in Kilburn's projects and those participating are impacted when top management makes fostering innovation a top priority. Human resources experts and M&S department supervisors take steps toward this objective. To quote a sales manager:
"It is multifunctional, and we strive not to labour in isolation.  Human Resource Management does not work in isolation; instead, HR and line management collaborate closely to achieve their goals."
The need for cooperation across departments is highlighted, as is the significance of doing so in effecting cultural change. It was stated that success would not be possible without HRM participation and teamwork.
Although it is not a stated objective at Brent Cross M&S Retail to foster a more innovative corporate culture, it was still deemed crucial. Both supervisors and workers in the information systems see the value in collaborating with HR experts. Furthermore, in their capacities, HR practitioners seem to have seen the necessity of HRM to assist innovation activities as critically vital. To this end, HR professionals from various organisations participate in many HRM-related events and provide multiple services for innovations. A line manager describes the participation of individual HR workers as follows:
"It's great that she takes an interest in these issues and contributes to discussions about new ideas. In my opinion, working together with HRM on these issues is crucial."
Given the perceived value of HRM in the innovation setting, it is clear that HR professionals must do more to encourage employee participation in innovation. Human resource management (HRM) actions undertaken as part of innovation processes try to influence various stakeholder groups; however, this is contingent on the specific HRM strategy employed. Therefore, there is a significant distinction between the two instances. Compared to M&S Retail in Kilburn, the research engineers in the Research and innovation and product design divisions are the primary focus of the company's creativity-fostering operations. M&S Retail in Kilburn's employees is part of these programs' intended audience. One another is assumed to be capable of originality and creativity in their jobs. A direct supervisor says:
"Everyone must cooperate with Humans in Research and Development, Finance, and Customer Service. Otherwise, it won't have enough juice for your needs. Given that it's essential to instill a particular way of thinking and doing across the board in this business, it won't work if only one team adopts it."
This remark emphasizes the need to communicate with all employees to effect a company-wide culture shift. Targeting a small subset of the population is not effective enough to bring about a cultural change toward a more innovative mindset.
[bookmark: _Toc114133927]The Function of HRM
The degree to which HRM is involved either directly or indirectly in innovation processes appears to be affected by the fundamental differences in approaches taken by the abovementioned situations. Some participants at Brent Cross M&S Retailhighlight HRM's oblique role set the stage for creativity and innovation. They then say it's up to line managers and staff to take the initiative. Human resources at Brent Cross M&S Retailtakes a two-pronged approach, first bolstering managers' abilities to foster an environment where employees are encouraged to be creative and innovative through various activities and methods, and second, supporting these endeavors within the framework of the company's already established HR systems. HRM is regarded as playing a consistent role in innovations because those breakthroughs always motivate workers, HRM's primary focus. A human resources expert says:
 "Since human resource management is concerned with ensuring employee engagement and making the most of employees' talents, I am constantly a part of innovation processes at work."
The quote shows that human resource management operations are implied to be continuously and partially involved in the innovation processes. Human resource management's (HRM) end users are workers; hence it stands to reason that workers will view HRM procedures as capable of fostering innovation in general. On the other hand, human resources personnel at M&S Retail in Kilburn regarded the method as having a direct impact on cultural shifts while also having an indirect effect on programs aimed at discovering new products and providing assistance to managers. Human resource management offers far-reaching efforts simultaneously by making innovative settings and trying to alter the culture. At least some of M&S Retail in Kilburn's human resources experts think they know enough about innovation, management, and habits to be of tremendous use to the company's upper management.
[bookmark: _Toc114133928]Promoting and dictating new developments
Empirical data demonstrated that one of the fundamental questions is whether or not innovations may be required, directed, or managed. Everyone who answered the survey had an opinion on the matter, but those opinions varied according to the participants' level of involvement in the creative process. M&S Retail in Kilburn's aim of innovation is broken down into subgoals related to the number of ideas and inventions that will be generated and then disseminated to employees via their respective line managers. Respondents at Brent Cross M&S Retail have ideas on how they want their innovations to affect the market. Both gradual and dramatic breakthroughs are essential, but their ends are different. The aims are primarily associated with incremental advancements, which are seen in a good light and given adequate support. Due to the characteristics of the products and the difficulty in articulating what does not yet exist, radical developments are seen as impossible to expect or have as a declared goal. A line manager describes:
"Regarding ground-breaking advances, we have no strict requirements. That's related to the very character of scientific inquiry. Putting pressure on someone to constantly produce new ideas—for example, requiring them to produce something truly revolutionary every six months—is challenging. The system is not set up to function that way."
This remark illustrates how radical innovations are distinct from gradual ones because they are not expected to be demanded. In contrast to radical innovations, whose goals are inextricably linked to the unknown, incremental ones can be specified in advance by looking at their impact.
[bookmark: _Toc114133929]The significance of goals
The empirical data showed that some sales managers and Human Resource experts saw goals as a way to steer creativity and innovation. Pursuing goals was cited as a source of inspiration, motivation, and a factor in developing novel ideas. The necessity of accomplishing things understood and communicated across functions, job positions, and departments have been cited as a factor that helps spur innovation. In M&S Retail in Kilburn, employees from all departments work together toward a similar goal. This collaboration has a beneficial effect on the partnership by providing a common goal. An immediate supervisor emphasizes the value of working toward common objectives:
"Goals I've set with a human resources expert are designed to encourage creative thinking. For instance, we must ensure that our research, development, and marketing teams work toward the same goals. They may have cost-cutting targets to meet; if they don't, their performance may be negatively evaluated. Though cost-cutting isn't a priority here, we lack the necessary resources. It's encouraging to have shared objectives because we're both going to experience setbacks."
This statement alludes to the potential danger of competing objectives across departments resulting in competing lines of effort that ultimately harm innovations. 
People believe that setting shared objectives improves morale in the workplace and encourages them to assist one another and share their expertise. Therefore, in M&S Retail in Kilburn, managers and supervisors are open about their objectives and set team objectives. The rationale is that employees are more likely to rally around the company's cause when the line managers' goals are laid out in the open. A line manager states:
"I choose to have a common objective in the crew rather than merely separate goals because I expect to generate some type of prestige less conduct of not holding your thoughts to oneself, but rather intricate upon each other's concepts."
As this statement suggests, workers are more open to sharing their expertise and ideas because they all work for the same goals.
Through a human resource management program designed to steer the company's culture of innovation, each employee at M&S Retail in Kilburn has an inventive goal included in their development plan and reviews it annually with their manager during the performance evaluation process. By conducting regular performance reviews, managers can provide insight into how their employees are doing and where they have room to grow in creative problem-solving. HR is responsible for this procedure, has designed it, and checks in to make sure it's being followed correctly:
"In this method, I ensure quality.  Suppose we claim that this procedure is essential to generating new ideas. In that case, we must monitor its quality to ensure that not only has it been completed, but that it has been completed correctly."
This remark emphasizes how HRM directs creative and innovative behaviours through a formal HR procedure while ensuring that the process is implemented as intended by providing quality.
The workers who responded in M&S Retail in Kilburn indicated that the innovation-related self-improvement goals were not inspiring because of their personalized nature. However, some workers claim that including innovation in the personal development plan helps convey the impression that new ideas are valued and promoted at their company. According to one employee: 
"I find it hard to believe that no one in the company knows that we have been given the green light to be more creative. Our PPRs have an inventions section. There are innovation rewards and incentives for those who generate new ideas that the organization embraces, and these messages are frequently disseminated around the internet. These alerts show that the M&S Retail in Kilburnctively support new ideas, which is great."
This comment demonstrates that employees understood the firm to signal that they should know their ideas are welcomed and appreciated by setting specific targets in this area.
The individual planning process at Brent Cross M&S Retail, which formerly included creativity and innovation capabilities for the designated workforce, is currently in the works. Other personnel in the company had different competency goals more appropriate to their positions, but this one was tailored to the intended audience. HRM has collaborated with supervisors to create these individualized programs for growth. Measuring an employee's propensity for creativity may be difficult because it depends on personal values. According to a line manager:
"How is the capacity to innovate appreciated from a Human Resource Management standpoint?  You look at their track record, communication skills, and reliability. Sometimes you have sprawling individuals who don't perform and maybe a little hazy on the novel stuff, but who has an incredible capacity for discovering the new."
This quote illustrates the importance of developing new concepts and realizing those insights in innovation. The invention of new ideas is equally vital for innovations, although this is often overlooked in favour of delivering existing ideas as goods.
[bookmark: _Toc114133930]Staffing practices 
In the following section, we'll examine staffing methods and how they foster or stifle innovation in the workplace. To entice, recruit, advance, and hold the people who will underwrite the firm's competitive gain by engaging in creations, HR professionals engage in a wide range of HRM methods and activities, either independently or in partnership with other actors like line supervisors.
[bookmark: _Toc114133931]Increasing one's skills and abilities
HRM activities and practices that aim to improve workers' skills and knowledge have been shown to benefit from focusing on the future. The environment is constantly evolving; thus, anticipating the skills required in the future is crucial. It is argued that a systematic strategy driven by human resources is essential. A Human Resource manager states: 
"Individuals must take the initiative to recognize the required knowledge and development. This is crucial information when discussing what skills you'd like to acquire in the coming years. Human resources must play a pivotal part in this. Due to the ever-evolving nature of most jobs, you need a reliable method for determining the specific skills you'll need to do your job. The market is getting more competitive; therefore, it's important to know what capabilities you can instill in your staff and how you may do so."
This quotation emphasizes the need for HRM to have a long-term vision for recognizing imminent education and advanced needs, which is considered required to be an actor in a continuously shifting atmosphere.
Brent Cross M&S Retail's career routes likewise represent the organization's focus on the future, albeit slightly different. It has been suggested that HRM is crucial in development projects because it guarantees that skilled personnel are utilised optimally and encourages and keeps them. This objective is related to the belief that inspired individuals would do a superior job of thinking outside the box and producing novel solutions to problems. Many who responded to the survey pointed to the availability of appropriate professional opportunities as a significant driver. To better represent these varied and inspiring professional trajectories, Human resources at Brent Cross M&S Retail has created career paths deemed appropriate for employees who wish to continue developing as experts, which will broaden their understanding further and is seen as positive for innovation.
"It's about calculated Human Resource Management, career trajectories, and having a sequence plan for individuals who are about to take their next step as an expert, program supervisor, spearhead, or expert.  These job options are inspiring, in our opinion. I'm optimistic that we can discover rewarding professions for those who work in research and development."
This statement highlights how HRM activities like career paths reflect an understanding of employees' varying demands for growth based on their perceptions of what motivates them. It has been stated that fostering employee specialization is a fantastic way to use the human capital already present in a firm while also being intrinsically rewarding for workers. It comes with possible danger, though, so beware. According to some survey takers, workers in very diverse departments sometimes find it challenging to communicate with one another. An employee at Brent Cross M&S Retailexplains:
"Silos are easily formed. We're focusing on this while they're focusing on that. We stay out of each other's way and never talk. You have experts in several fields working on their specific areas of expertise, bringing everything together. It is challenging to transfer expertise across people because of the way we work." 
Since it becomes more challenging to comprehend each other's areas of expertise, increased specialization among workers may have a detrimental impact on teamwork and the opportunity to apply knowledge, as explained in this quotation.
As a result, HRM has developed and structured several projects focusing on development, aiming to improve innovations at M&S Retail in Kilburn. The programs are designed to teach workers more about the items and encourage them to think critically and innovatively. It has been stated that the success of such endeavours depends on their ability to involve as many people as possible in the planning process. As a result, everyone else was invited and encouraged to participate:
"As workers, we have gone through several activities, such as monthly open lectures, innovation, and workshops days at the plants.  It was an all-hands affair, with representatives from every department at the headquarters in attendance." 
This comment highlights various efforts to boost innovation and creativity throughout the company. It was decided that these planned events would effectively change the culture since they would appeal to the target audience, and everyone should be encouraged to participate. Human resource management (HRM) is involved in various actions about innovativeness, including recruitment and hiring. These include ensuring that the correct people are hired, communicating the right image as the corporate image, and educating managers on the value of diversity in the workplace. Prospects for development capacities and tailored development activities meeting various demands were addressed.
[bookmark: _Toc114133932]Recruiting and staffing innovation teams 
Based on the facts presented, it is clear that finding talented workers is not merely a priority in the innovation process. Finding and hiring talented people who can think creatively and collaborate on innovations is also crucial. Respondents, in both circumstances, have a similar level of clarity regarding the kind of workers most suited to work on innovations. There was widespread agreement that an individual's character plays a decisive role in how successful their efforts to innovate will be. A creative mind is often seen as necessary for those working in product, research, and innovation. Also, it was crucial for all parties engaged in an employee's hiring and onboarding to have the same mental picture of the candidate. According to one line manager:
"The organization needs to have a shared understanding of the actions we expect when it comes to innovation and creativity."
This statement emphasizes the need to share a shared understanding of certain favoured behaviors that foster innovation and creativity within an organisation. Therefore, HRM in M&S Retail in Kilburn is working through Hr specialists to identify skill and attitude deficiencies that could be filled with new hires who can benefit from the firm's innovative culture. There is an argument that HRM plays a significant role in ensuring the correct individuals are assigned to projects. This is shown in the work of Human resource professionals at Brent Cross M&S Retail, who assist managers in their capacity to hire new staff members by helping them develop a competency profile, choose appropriate interview questions, and ensure the proper use of personality tests. It is suggested that human resources managers and operational leaders should work closely together. 
Respondents did not paint a unified image of the most valued character traits while pursuing creative endeavours and developing new ideas. Empirical data revealed that, contrary to the stated need for a mutual picture of the character, most respondents viewed diverse perspectives as appreciated for inventiveness and creating innovations, making this a vital consideration when employing new individuals to administrations and for enrolment projects. A diverse group with a wide range of perspectives, skills, and experiences can produce a superior final product through exchanging information and developing individual contributions. Human resources specialists at Brent Cross M&S Retail have noted the innovation team's uniform educational background. They have argued for the value of diversifying the company's workforce through the hiring of new employees from a variety of different professional and academic backgrounds. Human resource management (HRM) at Brent Cross M&S Retail is most effective when HR experts push managerial decision-makers to consider new ways of thinking about recruitment and the value of incorporating diverse viewpoints into the workforce. An HR specialist explains:
"HR must argue persuasively with managers to persuade them to consider alternative academic qualifications.  Instead of always requiring that a candidate is considered at specific academia, start asking inquiries to recruit from different classification, gender, or experience."
Human resource management's (HRM) role in the recruitment process is characterized here as the raising of responsiveness of possible option profiles of the recruits in order to guarantee that the group will have assorted viewpoints, such as those brought by individuals with diverse skill sets, educational experiences, genders, and countries of origin than the rest of the team. It is crucial to have a workforce that reflects the world's diversity outside the company's walls to foster innovation and originality.
Diverse viewpoints are typically seen as beneficial, yet they have been linked to some difficulties in the hiring process. As stated above, it is crucial to prevent a situation where competitors develop the same ideas into goods as you do when you share knowledge while collaborating creatively on inventions. Project staffing is vulnerable to this threat. Employing consultants is a popular method of bringing new ideas and perspectives to projects, assuming that this would lead to better results. However, there is concern that the corporation could lose valuable intellectual property if it hired outside experts. As a result, consultants are denied access to areas critical to Brent Cross M&S Retail's comparative strategy:
"Our organization sometimes misunderstands that consultants cannot participate in all data since you never know what they will do next.  You are afraid that they will take their expert knowledge elsewhere, so you prevent them from working on strategic concerns. Such obstructions should be on your mind."
It is clear from this quotation that the use of consultants to increase the range of perspectives available during innovation projects is frowned upon due to concerns that sensitive information may be leaked.
It is suggested that a long-term view of skills is crucial for filling positions in an organization that relies on creativity and innovation. Human Resources is the driving force behind organized initiatives in both businesses to map strategic competencies and capabilities. It is suggested that the discovered gaps resulting from these actions are critical for the hiring process. A worker explains the benefit of adopting the broad view:
"I believe you must consider not only basic capabilities, key competencies, and competitive capabilities, but also associated techniques, not only here and now to maintain status quo, but relatively to concentrate on the upcoming."
This statement emphasizes the significance of keeping the future in mind during recruitment to create the necessary goods and services. This viewpoint is also defended as relevant when hiring interns in the wake of innovation activities. This is done by ensuring that not only do the individuals engaged have great ideas but also that they have the necessary long-term skills, personality traits, and cultural fit for the organization.
[bookmark: _Toc114133933]Developing capabilities and competencies
HRM events and practices that aim to improve workers' skills and knowledge have been shown to benefit from focusing on the future. The environment is constantly evolving; thus, anticipating the skills required in the future is crucial. It is argued that a systematic strategy driven by human resources is essential. According to a human resources manager:
"You must take the initiative in determining the necessary learning and development.  This is crucial information when discussing what skills you'd like to acquire in the past. Human resources must play a pivotal part in this. Due to the ever-evolving nature of most jobs, you need a reliable method for determining the specific skills you'll need to do your job. Things are getting stricter, product life cycles and product attributes are changing, and to stay profitable, you must understand what type of competencies you can put into individuals and how to do it."
This statement emphasizes the need for HRM to establish a long-term vision for recognizing future training requirements, which is thought to be important as an actor in a constantly shifting environment.
Brent Cross M&S Retail's career routes likewise represent the organization's focus on the future, albeit slightly different. It has been suggested that HRM is crucial in development projects because it guarantees that skilled personnel are utilised optimally and encourages and keeps them. This development is related to the belief that inspired individuals would do a superior job of thinking outside the box and producing novel solutions to problems. Many who responded to the survey pointed to the availability of appropriate professional opportunities as a significant driver. Brent Cross M&S Retail's human resources department has designed career paths that it believes are appropriate for workers who want to maintain their growth as experts and will also expand their information, which is seen as favorable for innovation.
"It's all about tactical human resource management, ensuring employees ready to advance their careers as scientists, project managers, leaders, or specialists are aware of the next steps they need to take. We believe that these job paths are inspiring. "I am hopeful we will be able to discover excellent job pathways for individuals who work with developments and innovations as well." 
This statement highlights how HRM activities like career paths reflect an understanding of employees' varying demands for growth based on their perceptions of what motivates them. It has been stated that fostering employee specialization is a fantastic way to use the human capital already present in a firm while also being intrinsically rewarding for workers. It comes with possible danger, though, so beware. According to some survey takers, workers in very diverse departments sometimes find it challenging to communicate with one another. A worker at Brent Cross M&S Retail explains:
"Silos are easy to form. We're focusing on this while they're focusing on that. We stay out of each other's way and never talk. You have experts in several fields working on their specific areas of expertise, bringing everything together. It is difficult to convey ideas amongst people because we work in this manner." 
Since it becomes more challenging to understand each other's areas of expertise, increased specialization among employees may have a detrimental impact on teamwork and the opportunity to transfer knowledge, as explained in this quotation.
As a result, HRM has launched and structured several projects focusing on development, aiming to improve innovations at M&S Retail in Kilburn. The programs are designed to teach workers more about the items and encourage them to think creatively and innovatively. It has been stated that the success of such endeavors depends on their ability to involve as many people as possible in the planning process. As a result, everyone was welcomed and urged to take part:
"We have undertaken several activities, including scheduled open lectures, sessions, and innovation times at the companies. Everybody from the headquarters took part, and everybody was invited." 
This statement highlights various efforts to boost innovation and creativity throughout the company. It was decided that these planned events would effectively change the culture since they would appeal to the target audience, and everyone should be encouraged to participate. Human resource management is involved in various events related to innovation developments, including recruitment and hiring. These include ensuring that the correct people are hired, communicating the right image as the manager brand, and educating managers on the value of assortment in the workplace. Prospects for development capacities and tailored development activities meeting various demands were addressed.
[bookmark: _Toc114133934]Discussion
Human resource management's (HRM) place in innovation processes is unclear and sometimes contradictory. This research argues that the role of HRM needs to be contextualized to comprehend this dichotomy. Despite contextual differences, line managers in both situations acknowledged the importance of HRM to the innovation process. They expressed a desire to work with HR specialists and include HRM in the innovation cycle. What HR professionals do in different situations, and hence what HRM is tasked to do, is directly related to the value placed on HRM. Therefore, it is safe to gather that HRM may contribute significantly to process innovation in most organizations, regardless of the direction given to HRM by upper management (Belizón & Kieran, 2022). 
Based on the directive Human Resource Management is given by management, other performers, and the role individuals Human Resource specialists take on their own, the function attributed to HRM in innovation activities is thus truly equivocal in the examples analyzed. We will examine how this influences the contexts and possibilities for Human Resource Management to intervene to foster or limit innovations developments and whether Human Resource Management seeks to control the amount of creativity across the board or in a select subset of employees. Expertise can also be safeguarded by hiring new staff members who possess different but equally helpful knowledge and skills. HRM's primary function in both circumstances is to aid hiring managers, which provides an indirect opportunity to foster innovative processes through raising hiring managers' awareness of the specialist services and capacities that HRM has managed to establish. Both scenarios benefit from taking a long view when hiring new staff. Human resource management at Brent Cross M&S Retailplaces a premium on assisting managers with recruitment because doing so increases the organization's exposure to new perspectives and ideas. In contrast, M&S Retail in Kilburn's human resource management does not explicitly prioritize diversity when hiring new employees. HRM in Brent Cross M&S Retail appears to give a disrupting perspective to stabilizing recruitment by challenging leadership and encouraging the unexpected, which variety can assist with. 
Human resource management's involvement in development also can foster innovation by generating circumstances and occasions for increasing expertise competency among personnel. As part of their professional development, professionals at Brent Cross M&S Retail can work to expand their knowledge and skills in their chosen fields. It is expected that this heightened and more comprehensive understanding will aid in creating novel approaches. The composition of the occupation paths is tied to the knowledge of the workforce and is considered to fit experts. This occupation composition underwrites the management of the personnel in the firm, which by being both trustworthy and foreseeable minimizes anxiety among workers and the company, which consequently has an alleviating influence that is seen as desirable. M&S Retail in Kilburn does not acknowledge career paths designed to develop and keep personnel, even though doing so would benefit both parties. Some hypothesize that the varying contexts account for these observations. Since the intended audience for the actions to promote innovation in M&S Retail in Kilburn is the entire company, the events have a broader focus. They are not explicitly intended to meet a target audience or work team. Nonetheless, some job functions include aspects related to innovation as part of their responsibilities, providing an opening to influence and grow the knowledge level of select workers in this area (Belizón & Kieran, 2022). 
In both cases, many participants acknowledged that the ability to try new things out was crucial to their ability to think creatively and develop new ideas. This ties in with the notion highlighting the importance of risk-taking and the inclination to employ novel approaches to challenges as key traits centered on creativity's creative thinking skills component. When HRM actively supports and develops managers and supervisors to promote testing, risk-taking, and the acceptance of mistakes, they implicitly signal support for testing and failures to employees, which may benefit employees' ability to think creatively. In all cases, respondents reported a culture in which failure is not tolerated and where employees fear repercussions if they experience any kind of setback. In both cases, "fail quickly" is cited as a tool for promoting risk-taking and is viewed favorably by human resources experts as an effective means of fostering new ideas. 
This concept could favorably impact employees' ability to think creatively and take calculated risks. A worker's willingness to take risks is a valuable asset. Still, it's unlikely they'll be used unless the M&S Retail in Kilburnctively encourages and rewards such behavior. Since this was so crucial to the worker's experience, it was important that what was stated and how the issue was described were consistent. The provision of employment security is favorably correlated with innovations; hence this may also have the beneficial effect of maintaining individuals with the correct attributes for creating (Mariani & Wamba, 2020). 
There was a common thread amongst the stories that stressed the importance of a good fit between workers and their job duties in inspiring innovative thinking. Employees may be more inspired to think beyond the box if they are presented with a challenge that plays to their specific set of skills, interests, and goals. Human resource management (HRM) ensures this principle is adhered to by assisting leaders with staffing, team building, and recruiting to boost innovation and originality. Employees' perception that their bosses appreciate them is a consistent source of encouragement for their inventiveness in the workplace. According to Garcia-Arroyo, & Osca (2021), mentoring effective leadership and focusing on employee recognition and feedback are crucial to fostering innovative thinking in the workplace. It appeared that employees placed a high value on being recognized for more than only the results of creative processes and completed goals. In these companies, developing inventions from scratch to commercialization is a time-consuming undertaking 
[bookmark: _Toc114133935]CHAPTER 6: CONCLUSION AND RECOMMENDATIONS
This research has examined Human Resource Management's part in the process of innovation and found that it plays a complex and nuanced (and context-specific) role. Human Resource Management's function in innovation processes is determined by the top management obligation, HRM's invitation to partake in the operational aspects, and HRM's self-assigned role. Human Resources at M&S retail in the Kilburn location was given wide latitude and a hefty requirement to effect cultural change at various organizational levels to foster a more creative atmosphere (Stahl et al., 2020). As a symbol of HRM, human resource managers are seen as a player in active, direct, and indirect innovativeness. Some of the initiatives that have resulted from this process have been described as both sustaining and subverting.
Human resource management at Marks & Spencer Retail HQ in Brent Cross M&S Retail was credited with playing an essential part in innovation activities and processes. However, there was no overarching plan to alter the company's culture or boost the quality of innovations. Members of the technical organization invited us to take part in this. HRM's primary function is to aid in executing other, more conventional HR management processes and procedures. Human resource management's position was also inextricably intertwined with the actions of specific HR specialists who recognize the value of HRM's involvement in innovation processes and possess the requisite expertise, knowledge, and fortitude to question the department's long-held assumptions and pursue novel approaches. The HRM's role in this scenario could be more or less proactive, straightforward, or roundabout (Lakshman et al., 2022).
Human resource management was discovered to play a sustaining and undermining role, both of which are valuable in innovation processes, and HRM cannot ignore this duality. Human resource management (HRM) is a company's representative, acting as a steadying force by conveying the company's guiding principles and administrative policies. The stabilizing actions allow for small but significant innovations like continuous step improvements. But disruptive activities encourage the development of novel, dynamic, creative, and thus radical innovations. Human resource management has the potential to either foster or stifles innovation processes through its effects on creativity and the free flow of information. Opportunities for Human Resource Management to promote creativity were consistent across the cases, despite the cases' approaches to HRM to encourage creativity and relate to innovation activities varied. Human resource management has the potential to influence organizational innovation and creativity through these channels. There were also distinctions between the cases, which the study attributes to the various contexts and approaches used. According to this study, human resource management (HRM) techniques and actions were primarily linked to a lack of or the opposite of strategies and practices that nurture creative drive and advancement.
Human resource management (HRM) uses coordinating, resourcing, and inspiring practices to support and nurture creativity in the cases studied. In both instances, HRM was able to guide the actions of workers and supervisors by designing and driving Human Resource Management processes. Human resource management ensured that instructions were carried out as planned, thanks to the methods and associated procedures. In addition, HRM was integrated into staffing-related classes like new-hire orientation and professional development. In doing so, HRM was influencing the kinds of people who were interested in working for the company, the types of people who were hired to work for the company, and how the company's existing staff could improve their skills and knowledge, personalities, and motivating factors (Malik, 2018).
Human resource management (HRM) played a role in both situations by fostering an environment conducive to knowledge sharing and possible various knowledge-sharing activities, thereby enhancing employees' capacities for creative problem-solving and intrinsic motivation. Marks & Spencer's Brent Cross M&S Retail retail location prioritized human resource management practices that emphasized acquiring new information from outside sources. Human resource management at Marks & Spencer's retail in Kilburn stresses the importance of encouraging the spread of in-house expertise to nurture original thought. For example, HRM at Marks & Spencer Retail in Brent Cross M&S Retail is responsible for employer branding and academic relations activities, which indicate the company's outward focus and contribute to the growth of more outstanding expertise in the field. HRM in M&S Retail in Kilburn seeks to alter the organizational structure, concentrating on the brand personality internally. Marks & Spencer's retail operation in Kilburn may suffer if its employees rely too heavily on institutional knowledge.
Human resource management's (HRM) primary function in both cases is to provide substantial assistance to managers to encourage employees' inventiveness and participation. As a result, HRM primarily plays an oblique role in motivational strategies through managers. Leadership was found to be essential in all stages of the innovation process because it influences the level of motivation to be creative. The basis for creativity was significantly affected by leadership practices like encouraging and trusting workers, providing support and encouragement, valuing different perspectives, and ensuring that the right people were assigned to the right tasks within project teams. Human resource management was discovered to initiate change and indirectly contribute to innovation processes by providing support for and skilled and dedicated in a coaching style that focuses on guiding but not directing. However, it was difficult because feeling manipulated and powerless dampened initiative and stunted innovation. Human resource management's directive that managers foster employees' creativity could have a chilling effect on leaders' inventiveness.
In these situations, it was argued that diversity was crucial to fostering original thought and new approaches to problems. Meanwhile, the very nature of processes and procedures lends itself to standardization. Examples of initiatives and concepts that could be barriers to diversity in the workplace include having a basic idea of what kind of character is suited to working creative abilities on innovations and generating mechanisms that are supposed to be relevant for clever minds as the target group. When developing policies and procedures, people are assumed to belong to the same categories.
[bookmark: _Toc114133936]Suggestions for future research 
Most of what we know about this topic comes from quantitative analyses. This study gives new insight into the function of HRM in innovation processes by taking a qualitative approach, focusing on the viewpoint of employees. It's possible to raise doubts about the study's reliability and validity by wondering if the participants weren't talking about different subjects when they discussed creativity and innovation, given the varying approaches and contexts in the various examples. Potentially, this is one of the study's flaws. However, I contend that what has been focused on in this study in terms of creativity and innovation has been highly relevant to the outcomes of the research and does not adversely influence its consistency and legitimacy because the techniques analyzed have the same goal, which is to provide the creation of new products or enhancements to prevailing goods. 
Since this research is based on anecdotal evidence, further testing with quantitative methods is recommended to determine whether the results are robust and can be extrapolated to larger sample size. The linkages between HRM and innovation processes can be explained through a quantitative method that considers the themes identified in this study and any others that may arise in future research. Variables such as gender, age, level of education, and culture were not accounted for in this study but might prove fruitful in future investigations. 
Both of the companies in the case studies are worldwide players. It would be fascinating to learn more about how the global setting in leading personnel stationed at different sites influences their motivation to be creative and take risks. This study found that constant and everyday recognition and comments from bosses are essential variables in creativity, suggesting that the problem may be complex and worth investigating. Does having management in another nation make it harder to be creative? Human resource management (HRM) professionals interested in developing HRM strategies that are tailored to the demands of their organizations and that help to innovativeness should familiarize themselves with the worldwide context with the exact needs, might be suitable for planning by supporting predictability, but might at the same time compel creativity since inventiveness requires freedom, changing aspects and being insecure about the result.
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HRM- Human Resource Management 
HR-Human Resource 
M&S- Marks & Spencer
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Interview guide
1. Age? 
2. What is your academic background? 
3. What is the nature of your job?
4. How long have you been with the company/in this position? 
5. Could you provide an outline of what your team is up to? 
6. What obligations do you believe those innovation projects impose on you? 
7. Would you describe the organizational tasks with innovation as creative? In what sense? 
8. Is creativity essential in the organization? Why or why not? For what? 
9. When do employees feel inspired to be creative and innovative? 
10. What factors influence employees' ability to be creative and innovative at work? 
11. How do you describe the organizational conditions for being creative? 
12. What influences, improve, and may impede innovative thinking and creativity in this organization? 
13. How might this organization affect the amount of creativity and innovation? 
14. Have you witnessed any initiatives in the organization/HR to improve creativity and innovation? What? Have you been a part of them? In what sense? 
15. How have you interpreted them? 
16. How have these initiatives influenced the level of creativity and innovation among personnel in the organization? In what sense? 
17. Have the organization's/attempts HR to improve creativity and innovation influence employee motivation favorably or negatively? Describe. 
18. What can HR do to help the organization's creativity? What options does the company have?
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